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The Changing Face of the Australian
Teaching Profession: New generations
and new ways of working and learning
Diane Mayer*
University of California at Berkeley, USA
Today’s workforce is characterised by an increasing mix of people with varying career aspirations,
work motivators and job satisfiers. This paper discusses the intergenerational nature of today’s
workforce, which is currently dominated by the age groups commonly referred to as Baby Boomers
and Generation X. The Baby Boomers defined and redefined work during the last quarter of the
twentieth century, but as they track towards retirement, GenXers’ valued work patterns and their
career and life aspirations are increasingly dominating. This paper draws on a body of literature
about a younger generation of workers and the current world of work in today’s knowledge society,
and discusses possible implications for the teaching profession, particularly for attracting and
retaining young people as teachers.
Introduction
Australia, like many countries, is experiencing significant demographic change to its
population with declining birth rates and greater longevity for ageing populations.
While the annual growth rate of the Australian population in the last decade has been
about 1.2% (Australian Bureau of Statistics, 2004), projections suggest that while
this rate is likely to continue for the next 4–15 years, it will eventually become
negative some time between 2040 and 2070 (Australian Bureau of Statistics, 2003).
Between 1984 and 2004, the proportion of population aged 15 to 64 years remained
relatively stable, but the proportion of people aged 65-years and over increased 10–
13% and the proportion under 15 years old decreased 20–24% (Australian Bureau of
Statistics, 2004, p. 4). In the future, the proportion of the population under 15-
years-old is projected to fall to 12–15% in 2051 and those aged 65-years and over are
expected to increase to 27–30% (Australian Bureau of Statistics, 2003). The median
age of the population has increased from 30.5 years in 1984 to 36.4 years in 2004,
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and is projected to rise sharply to about 41-years in 2021 and 48-years in 2051
(Australian Bureau of Statistics, 2003, 2004).
These changing demographics of Australia’s population have prompted many to
contemplate the likely impact upon life and work. Employers are beginning to plan
for a workforce populated by older workers and also to contemplate generation
induced societal changes likely to impact upon life and work. The teaching
profession is also being impacted by these population trends and will be further
impacted in the future.
Currently, ‘‘the teacher workforce [in Australia] is generally older than the rest of
the professional workforce, with the highest proportion of teachers aged in their
middle to late 40s’’ (Ministerial Council on Education Employment Training and
Youth Affairs, 2003a, p. 9). This is not just an Australian phenomenon. Teaching
workforces are ageing across all OECD countries with over 40% of teachers in their
50s in some countries (OECD, 2002a; Santiago, 2002). In European Union
countries more than half the teaching force is 40-years and over (Coolahan, 2002).
As these older generations retire from the teaching workforce, younger people will
move in. So, Hargreaves reminds us:
The vast cohort of teachers who entered the profession in the expansionist decades of the
1960s and 1970s are retiring. Teaching is becoming a young person’s profession again.
Whoever enters teaching, and however they approach their work, will shape the
profession and what it is able to achieve with our children for the next 30 years.
(Hargreaves, 2002, pp. 1–2)
It is timely to focus on these younger generations of teachers. Do they have similar
aspirations and expectations of career and profession as those who are tracking
towards retirement? What will attract younger generations of people to the teaching
profession? And more importantly, what will sustain them in a teaching career? This
paper draws on the growing body of literature on young generations of workers and
also the new world of work, and discusses possible implications for attracting and
retaining young people as teachers.
Intergenerational Nature of Today’s Workforce
It is generally accepted that today’s workforce is dominated by two generations: the
so-called ‘‘Baby Boomers’’ born from around the mid 1940s to the mid 1960s, and
those referred to as ‘‘Generation X’’ or ‘‘GenXers’’ born between 1965 and 1979/80
(Edgar, 2001). In addition, a third generation is just entering the workforce, often
called Generation Y, Nexters, the Internet Generation, or Millennials (Edgar, 2001).
The Baby Boomer group has defined and redefined work during the last quarter of
the twentieth century, but as they track towards retirement, the valued work patterns
of Generation X and Generation Y are increasingly dominating. Despite the
limitations of talking about a generation as if their members are ‘‘all of one mind’’
(Craig & Bennett, 1997), and despite the market associated terminology of Baby
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Boomers and GenXers, for ease of discussion throughout the paper these terms will
be used to distinguish groups of people born during the years identified above. Thus,
this paper uses the term ‘‘generation’’ to refer to a specific age cohort. It focuses on
so-called Generation X (born 1965–1979/80) and then considers them as teachers or
would-be teachers.
Despite the limitations associated with examining general workforce character-
istics and then interpreting their significance for a specific occupation, it is suggested
that there may be things to learn from an examination of the broader workforce in
order to avoid creating policies and practices that amount to generational self-
renewal and that may not serve the profession well in the future if we aim to attract
and retain the brightest young people. It is also acknowledged that there are unique
aspects of the teaching workforce that need much deeper examination than is
possible in the scope of this paper. For example, analysis of labour market impact
and the dominant societal and cultural norms at any point in time could provide
additional explanations for career and profession differences amongst different ages
of teachers and other workers.
GenXers and Baby Boomers
A survey of the literature points to a range of features said to distinguish the so-called
GenXers. Even though not all the literature agrees, GenXers are often portrayed as
people born and raised in the information age who work hard but have a
commitment more to ‘‘self’’ than ‘‘work’’, have little loyalty to any particular
company, prioritize family and personal lives over high income, and change jobs
frequently to achieve their aspirations (see Conger, 1997; Edgar, 2001; Faber, 2001;
Jurkiewicz, 2000; Tulgan, 2000). It is generally thought that much of what this
generation values tends to be a reaction to their workaholic Baby Boomer parents
who the GenXers think did not benefit from the premise that ‘‘it pays to work hard’’
which underpinned Baby Boomers’ work ethic (Jurkiewicz, 2000). In reviewing the
literature, Faber (2001) identified six characteristic values of GenXers and their
orientations to work and life:
N an orientation towards individual rather than group identification;
N little loyalty to organizations and institutions;
N a preference for leisure over work;
N negative attitudes towards authority and hierarchy;
N pessimistic views towards both individual and societal financial prospects for the
future; and
N more tolerance for social differences than older generations.
Tulgan’s (2000) widely reported study originally published in 1995, provides the
basis for many of the common beliefs about GenXers’ work motivations. According
to Tulgan, GenXers are said to value:
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N a sense of belonging and teamwork;
N the ability to learn new things;
N autonomy and work entrepreneurship;
N security;
N flexibility;
N feedback; and
N short-term rewards.
He also suggests that they are sceptical of the status quo and of hierarchical
relationships, and believe a manager must earn respect. GenXers are additionally
characterised as placing great importance on being trusted to get the job done and on
being able to set their own flexible hours to do so (Robbins, 1997; Tulgan, 2000).
However, Jurkiewicz (2000) cautions that as with all new cohorts entering the
workforce in significant numbers, stereotypes and fears of change abound in relation
to GenXers. She studied the work related differences and similarities of 241
Generation X and Baby Boomer employees in the public sector in the US and found
surprising levels of similarity between the two groups. Contrary to what much of the
literature suggests about what GenXers want from a job in contrast to Baby
Boomers, Baby Boomers in this study ranked ‘‘Chance to learn new things’’ and
‘‘Freedom from pressures to conform’’ significantly higher than GenXers. However,
another finding supported what is generally presented in the research literature—
GenXers ranked ‘‘Freedom from supervision’’ higher than Baby Boomers.
These reported characteristics of GenXers have implications for workplace
organization, structures and leadership. In order to motivate GenXers, Tulgan
(2000) suggests that managers needed to reward innovation, make public displays of
success, support personal growth, and create opportunities for satisfying teamwork
and personal responsibility. Rodriguez, Green, and Ree (2003) investigated
differences in preferred generational leadership behaviour and reported that
GenXers wanted challenging tasks that could be accomplished within a workday,
to conduct business using the Internet, to work alone with flexible hours, a portable
high salary package with lump sum distribution, and a challenging, fun job, that was
not necessarily secured. In contrast, they reported Baby Boomers as wanting
challenging tasks that could be accomplished in several days, to conduct business
using the telephone, to work alone with regular scheduled hours, and a retirement
plan with benefits. As a result of this study, the authors suggest a need to change
leadership practices to accommodate the different work environment preferences of
GenXers, since much of current accepted leadership behaviour in organizations is
transformational leadership derived from studies on Baby Boomers. They question
whether this type of leadership motivates GenXers.
Additionally and consistent with much of the literature, Tulgan (2000) confirms
that, for GenXers, developing their skill is a top priority. Likewise, in 1999, Bova and
Kroth reported that GenXers place high value on workplaces that support
continuous individual learning. In a later study, they investigated the workplace
learning preferences of GenerationX employees by surveying 197 professionals between
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21 to 37 years-old in the US and followed up with interviews and focus groups.
Participants in this study indicated they most valued ‘‘action learning’’ and ‘‘incidental
learning’’ in the workplace and that while they recognized the need for ‘‘formal and
traditional training’’ it did not always meet their needs (Bova & Kroth, 2001).
A significant trait often attributed to younger generations is the extent to which
their life and career ambitions and choices differ from older generations. A large
Australian project at the Australian Youth Research Centre in Melbourne has
followed the transitions and pathways into adult life of 2000 young Australians since
they left school in 1991 (Dwyer, Harwood, & Tyler, 2000; Dwyer, Smith, Tyler, &
Wyn, 2003; Dwyer & Wyn, 2001). The study has so far shown that young people’s
transitions between study and work are very complex. Only a third of this group has
taken a ‘‘linear’’ pathway from education and training into work. Most have had
diverse experiences balancing work and study, keeping their options open across
different areas of life. They are seeking to balance traditional expectations and new
life circumstances; it is not a matter of either/or (Dwyer & Wyn, 2001). The
participants see life as multi-dimensional. The project specifically focused on what
‘‘career’’ means to these young people and found that they place high value on
flexibility and mobility and that they see career as a ‘‘mind-set’’ offering personal
fulfilment opportunities to be committed and opportunities for advancement (Dwyer
et al., 2003).
Today’s workforce, in general, is often characterised by flexible or ‘‘portfolio’’
careers where workers are likely to work in many organizations and experience a
range of occupations throughout their working lives. However, many believe that
teaching has maintained a somewhat static conception of career, suggesting that
teachers are often expected to identify teaching as their career early and then once
qualified take jobs that will likely remain unchanged throughout their careers.
Researchers in The Project on the Next Generation of Teachers at Harvard Graduate
School of Education in the US interviewed 50 first and second year teachers in
Massachusetts to find out how these people conceived of career and found that:
… rather than regarding teaching as a calling and a lifetime commitment, many new
teachers … approach teaching tentatively or conditionally. While there were respondents
who planned to make teaching a lifetime career, they were surprisingly few in number.
These long-term career teachers were in fact greatly outnumbered by respondents who
were either uncertain that they would stay in teaching for the long term or relatively sure
that they would teach for only a few years before moving on to another line of work.
Some were exploring teaching to see if they might choose it as their primary career.
Others anticipated having multiple careers over the course of their lives and, as a result,
saw teaching as one career among many that they would probably pursue. (Peske et al.,
2001, p. 305)
Thus, a teaching career must be positioned within the context of a more flexible
working life (Skilbeck & Connell, 2003). Questions of retention must also focus on
issues of mobility. In his review of the relevant literature, Jorgensen (2004) concludes
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there is a need for a mix of formal and ‘‘on the job’’ workplace-specific training and
development because emphasis only on the latter might restrict portability of
knowledge and skills, and thus employability over a working life. In a study exploring
workplace specialized professional expertise and more transferable professional
expertise in three age groups—20 to 34 years (‘‘starters’’), 35 to 49 years (mid-
career), and 50+ years (seniors)—van der Heijden (2002) found that in order
to positively influence their employability throughout their career, the ‘‘starters’’
needed to concentrate on enlarging their number of professional skills and exploring
avenues for growth potential and social recognition, while being highly flexible and
adaptable was crucial for older workers. He concludes that in order for younger
workers to extend their possibilities, they should participate in broad training and
development opportunities ‘‘in new but adjacent domains, next to domain specific
educational activities’’, and involve themselves in ‘‘relevant multidisciplinary
networks’’ (p. 59). It is therefore important that employers provide opportunities
for workers to learn throughout their working lives, and enhance their capability to
do so.
The New World of Work
In addition to reported characteristics of younger generations of workers, it is also
important to understand the world of work in new times. The influences of
globalization and information and communications technologies along with
changing societal and industry structures and strategies, have shaped the demand
for ‘‘knowledge workers’’ (Lowe, 2002). Knowledge society organizations are
successful in relation to their capacity to create, share and apply new knowledge.
Since knowledge work involves converting information from one form to another,
the locus of control over work becomes the worker. Thus, within a knowledge
society, work is characterised by new patterns of collaboration and new modes of
partnership, making workers’ cooperation and communication skills very important
(Davenport & Prusak, 1998; Jorgensen, 2004; von Krogh et al., 2000). Successful
knowledge society organizations provide workers with opportunities to retrain and
up skill, and to work in overlapping and flexible teams; they develop the social capital
of networks and relationships to provide support and learning for workers
(Hargreaves, 2002, 2003).
Knowledge workers need to use and expand their skills. For example, university
educated workers in Canada ‘‘who are unable to realize their potential contributions
in the workplace are far more likely to be actively searching for another job’’ (Lowe,
2002, p. 83). Many teachers consider their professional expertise is under-utilized.
For them, greater job depth is associated with improved opportunities to fully use
their knowledge, broader job descriptions, wider spans of control, and a greater
variety of tasks (Hargreaves, Earl, More, & Manning, 2001). Lowe (2002) suggests
that barriers to using existing knowledge emanate from embedded management
practices, organizational systems and job designs.
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New graduates often have skills in problem solving and new technologies that are
not being fully used (Lowe, 2002). However, because of the rapid rate of change,
there is general consensus that undergraduate education is only the start of a
continuum of lifelong learning for work. New degrees are relevant for approximately
five years, so workers will have to continually learn and unlearn in order to remain
skilled and knowledgeable (OECD, 2002b). In addition, few recent graduates have
strong leadership and teamwork skills (Lowe, 2002). Thus, formal and informal
workplace learning that emphasizes cooperation, communication, community and
project based or cross-functional employment opportunities are necessary
(Hargreaves et al., 2001; Jorgensen, 2004; Lowe, 2002). In 1999, Carnoy and
Castells stressed that ‘‘The distinguishing feature of work in the information age is
the centrality of knowledge, especially ‘transportable’ general knowledge that is not
specific to a single job or firm’’ (cited in Hargreaves, 2002). Therefore, for
individuals seeking to build employability, lifelong learning is essential.
This brief examination of relevant literature suggests characteristics often
attributed to GenXers and also highlights work in today’s knowledge society.
From this we can examine possible implications for attracting younger generations of
workers to the teaching profession and also for retaining them as satisfied and
learning individuals. However, it should be pointed out that for the teaching
profession, there are nuances associated with the age cohort groups that have been
used to frame this review of the literature on workers more generally. With any age
range group there is always the danger of essentializing the group and ignoring the
fact that there will be variations within the defined group.
The following brief overview of current discussions around attraction and
retention in the teaching profession aim to set a context within which additional
implications for younger generations can be drawn from the literature reviewed so
far.
Attraction and Recruitment: Current discussions
Current discussions and policies around issues of teacher attraction and retention
span a broad range of topics. It is generally agreed that salaries can impact upon both
the attractiveness of teaching as job and the ability of education systems to retain the
most effective teachers (see Coolahan, 2002; Lovat, 2003; OECD, 2000), but that
this is not the only factor impacting upon teacher workforce demand and supply
issues. Generally, teachers enter the teaching profession because they enjoy working
with children and have a desire to teach (Skilbeck & Connell, 2003). In their review
of the relevant literature, the MCEETYA Report Demand and supply of primary and
secondary school teachers in Australia concluded that the reasons for choosing teaching
as a career fell into three main areas: altruistic reasons associated with doing
something worthwhile in helping students to succeed and help improve society;
intrinsic reasons related to working with children and using their specialist
knowledge; and, extrinsic reasons to do with pay, holidays and status (Ministerial
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Council on Education Employment Training and Youth Affairs, 2003b, pp. 13–15).
Policies associated with teacher recruitment are often aimed at quantitative measures
with monetary incentives such as scholarships and bonuses (Ministerial Council on
Education Employment Training and Youth Affairs, 2003a, pp. 22–26). Other
policies aim to improve working conditions for teachers (for example, reducing class
sizes). However there is scant evidence that any of these policies directly address
ways in which younger generations might be attracted to the teaching profession.
Despite the fact that demand for teacher education places in Australia has
increased over the last few years (Australian Vice Chancellors’ Committee, 2005;
Ministerial Council on Education Employment Training and Youth Affairs, 2003a,
pp. 50–59, 99), there seems to be in Australia and other OECD countries, a lack of
interest in teaching as a career due to low status of teaching in society leading to low
perceptions of the profession by school students (see Dolton et al., 2003; Ministerial
Council on Education Employment Training and Youth Affairs, 2003b, p. 10;
OECD, 2002a). While salary relative to other professions is one of the features
associated with this perception, the issue of the gendered dimension of the
workforce—particularly that of the over-representation of females and the under-
representation of males—is often posited as a mitigating factor in the way in which
the profession is viewed both by those within it and those outside. In Australia, 75%
or more of the teaching profession in each state and territory in Australia is female
(Ministerial Council on Education Employment Training and Youth Affairs, 2003a,
p. 8).
The gender profile of teaching has a strong female bias, a trend which has been steadily
growing, with, now, some 80% of teachers under 30 being female, and close to half of all
male teachers being in the over 45 year age bracket. (Skilbeck & Connell, 2003, p. i)
In terms of remuneration and its role in attracting new teachers to the profession,
there is a perception that a profession that is largely female is not well paid (Skilbeck
& Connell, 2003).
Another reason suggested for this poor image of the teaching profession is
encapsulated in the following statement from the 2000 Review of Teacher Education
in New South Wales, Australia:
… unlike other professions, teaching has only a limited focus on standards of professional
practice; there is no self-regulation for quality. If teaching is to be a true profession, with
a focus on quality, teachers need to have their own standards of professional practice. …
The evidence indicates that until the teaching profession itself is in a position to deal with
quality issues, the decline in the status of teaching … will continue. (Ramsey, 2000, p. 9)
Thus, much work has occurred in Australia to develop and implement professional
standards for teaching to assure the community of the quality of the teaching
profession. There are national statements and frameworks for standards aimed at
producing national consistency in relation to professional standards; standards for
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accomplished teaching in subject areas developed by professional subject associa-
tions; employer developed standards which aim to describe teachers’ work within
their jurisdiction and delineate criteria for tenure and promotion; and, standards for
initial and continuing registration and credentialing in the profession.
The question is still whether these developments are having any impact on
attracting younger generations to the teaching profession. Current discussions
informing policy and practice around teacher attraction and retention in Australia,
do not always consider that younger generations of people may be attracted to the
profession and enticed to stay, in very different ways to previous generations.
Retention: Current discussions
In addition to current policies and practices aimed at attracting people to the
teaching profession, there is much activity directed towards retaining them once they
begin teaching. In Australia, annual separations have been between 3–8% of the
teaching workforce in the Government sector (Ministerial Council on Education
Employment Training and Youth Affairs, 2003a, p. 43). In reviewing the available
data and research on OECD countries, Santiago (2002) concludes that teaching has
a relatively high turnover rate compared with turnover rates for registered nurses and
for all employees more generally. However, within the current context of portfolio
careers and an increased desirability for career mobility and the development of
general and transportable professional expertise as outlined earlier in this paper,
retention needs to be looked at differently. Current studies aimed at exploring the
reasons teachers leave the profession and what motivates them to stay, generally have
little to say about conceptions of career and professional learning often associated
with younger generations of workers.
In the UK, Smithers and Robinson (2003) found five main factors which
influenced teachers’ decisions to leave the profession: workload, new challenge, the
school situation, salary and personal circumstances. Of these, workload was by far
the most important, and salary the least. The proportion of beginning teachers
teaching out-of-field is high in some teaching areas (OECD, 2002a), and this is likely
to add to dilemmas associated with trying to do a good job. Ingersoll (2000) suggests
reasons for teacher turnover in the US as school staffing action, dissatisfaction (low
salaries—the primary source of dissatisfaction, lack of school administration support,
student discipline, lack of input into decision-making), personal, to pursue another
job, and retirement. Also investigating the US context, Bracey and Molnar (2003)
found that teachers leave the teaching profession because of inadequate salaries,
insufficient teacher autonomy and pressures from high stakes testing. Work
overload, poor pay and perceptions of how teachers are viewed by society were
some of the demotivating factors identified by teachers in the literature reviewed for
MCEETYA’s Demand and supply of primary and secondary school teachers in Australia
(Ministerial Council on Education Employment Training and Youth Affairs, 2003b,
p. 20).
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An issue often discussed in relation to retention of beginning teachers is the quality
of their first year experiences. Researchers in The Project on the Next Generation of
Teachers at Harvard University examined a random sample of 486 new (first and
second year) teachers in California, Florida, Massachusetts and Michigan. Fifty-six
per cent of respondents reported no extra assistance being available to them as new
teachers (Lui, 2003) and 77% reported having the same administrative and teaching
load as their more experienced colleagues (Kardos, 2003). Findings from this study
also suggest that many schools disregard the unique developmental needs of new
teachers (Kardos, 2003). These factors impact upon new teachers decisions to stay
or leave.
The importance of a planned induction program and systematic mentoring of new
teachers is regularly highlighted as crucial to retaining newly appointed teachers (see
Australian College of Educators, 2003; Coolahan, 2002; Department of Education
Science and Training, 2002; Johnson, Birkeland, Kardos, et al., 2001; Ramsey,
2000). Beginning teachers who are supported by skilled mentors in planned
induction programs are less likely to leave the profession and are more likely to focus
earlier on student learning issues rather than merely personal or classroom
management issues (Darling-Hammond, 1998; Darling-Hammond, Berry,
Haselkorn, & Fideler, 1999).
However, given new conceptions of career envisioned by younger generations of
teachers, a teaching career needs to be considered within a more flexible working life;
teaching is no longer a lifetime career (Skilbeck & Connell, 2003). This highlights
the importance of professional development being systematically structured to open
up career pathways (Lovat, 2003). However, even beginning teachers who are
planning long term careers in teaching want opportunities with differentiated roles
characterised by variety and challenge (Peske, Liu, Johnson, Kauffman, & Kardos,
2002).
Discussion: Implications for attracting and retaining new generations of
teachers
This paper set out to review relevant literature on younger generations of workers
and their world of work, and discuss implications for attracting and retaining young
people as teachers. As noted, even though it is problematic to essentialize any age
cohort, it can be concluded from the literature reviewed that younger generations of
workers are more likely to:
N Prioritise family and personal values over high income. Some will choose to work
part time.
N Have little loyalty to just one organization, institution or company. They want job
security but do not necessarily equate security with staying in the one position for
a lengthy period of time. GenXers are more likely to see ‘‘security’’ as having a job
and having the opportunity to advance within that job or to work towards another.
They have high aspirations and are willing to change jobs frequently to get there.
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N Think of career as a ‘‘mind-set’’ offering personal fulfillment and opportunity for
advancement.
N Take a non-linear path from education and training into work.
N Be sceptical of the status quo and authority. They want to be trusted and be given
autonomy.
N Show more tolerance for social differences than older generations.
N Seek flexible work practices.
N Seek the opportunity to learn. They value action learning and less formal
traditional learning.
As noted earlier, in Australia, current policies and practices designed to attract new
teachers highlight the importance of considering higher salaries, providing monetary
incentives such as scholarships and bonuses, improving working conditions like
reducing class sizes, improving teacher preparation and including alternative
pathways into teaching, and aiming to improve the status of the profession by
establishing standards and regulating the profession. However, based on literature
about younger generations of workers, there are additional aspects for consideration
if young people are to be enticed to consider the teaching profession as a career. This
literature foregrounds the need to project a view of the teaching profession as
providing:
N opportunities for thinking about a teaching career within the lifelong career and
for flexible movement in and out of the teaching profession;
N opportunities for flexible work practices within the work of teaching;
N opportunities for autonomy in teachers’ work practices;
N opportunities for advancement both within the profession and towards other jobs;
and ways of presenting a vision of the profession as more than in-classroom
teaching.
Since the recruitment and retention of good quality teachers is central to improving
schooling and sustaining the profession, issues associated with demand and supply
have been widely researched in Australia and many other OECD countries, in large
part prompted by the looming generational change in the teaching workforce and
projected teacher shortages. This research highlights what attracts people to the
profession and then what motivates them to stay or leave. As outlined in the brief
review above, workload, wanting new challenges, salary, personal circumstances,
teaching out-of-field, lack of school administration support, student discipline, lack
of input into decision making, insufficient autonomy, and pressures from high stakes
testing are all nominated as reasons for leaving the profession. However, much of this
research does not distinguish between new teachers and those who have been in the
profession for some time, nor between different age cohorts.
However, within the context of teaching as part of the lifelong career, it is probably
not helpful to have as a goal the retention of all teachers. But we do know some
things about why beginning teachers leave and combining that with what we know
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about aspirations and work preferences of young people, some directions for
retaining quality young teachers can be considered.
N Since many of those who are going into teaching cite altruistic reasons to do with
working with children for the future good of society, it may be desirable to
foreground allegiance to the profession and what it stands for, rather than
allegiance to a particular school or employer. Multiple opportunities for
movement within the profession and amongst schools and employers might be
desirable.
N The traditional view of a linear pathway into teaching and then an ongoing linear
career pathway which is implicit in many human resource practices, does not seem
to align with views of career attributed to younger generations.
N A teaching career must be considered within the lifelong career with opportunities
for returning and for achieving varying personal and professional aspirations. It is
important to counter the view that because beginning teachers do not necessarily
intend to stay in teaching for their whole career, that they are any less committed
during the time that they are actually teaching. We must rethink the often implicit
structures which reward longevity.
N New and young generations of teachers want opportunities to use their knowledge
and skills, and they want to enlarge their professional knowledge and skill base and
explore avenues for growth potential. Thus, transition into the profession must be
more than induction into the status quo.
N The experience of beginning teaching with a full classroom teaching load presents
a limited view of what it means to be a teacher. It may not provide the opportunity
for teachers to use all their knowledge and skills, or for them to experience work
characterised by flexibility and variety.
N Increasingly rigid standards and accountability practices seem at odds with the
personal autonomy and input to decision making that young generations of
workers seek.
N Employers could provide opportunities for growing and learning, and address the
needs of beginning teachers not only with respect to their lack of experience and
thus professional knowledge and skill, but also in terms of them wanting to learn
in new and adjacent domains to develop transportable general knowledge.
N Beginning teachers should be given opportunities to utilize all their current
knowledge and skills.
N Flexible work practices that enable work-life balance will likely attract and retain
young teachers.
This list is not meant to be exhaustive of all possibilities, nor is it intended to
exclude or ignore as irrelevant the present issues and discussions around retention
that were reviewed in the earlier sections. Rather, the above comments are intended
to add to the current discussions and debates by drawing on the literature about
younger generations with the aim of revitalizing the profession in order to attract and
retain these younger people. In addition, this paper has not drawn implications for
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another group in the teaching profession—career change teachers, those who are
older but also new to the profession. Considerations for attracting and retaining
career change teachers may very well be different from those presented here for new
and young teachers.
In conclusion, it is also important to highlight that the older and more experienced
generations of teachers should not be ignored in rethinking the profession. Many of
these people are struggling to reinvent themselves and many are seeking different
work practices such as part time work and/or better work–life balance. The challenge
for the whole profession is not only how to attract and retain new teachers (both
young people and older career changers) but also how to provide professional
learning opportunities for more experienced teachers which build on their
professional experience and expertise and also help them build/ rebuild their
professional selves.
All of this underscores the enormous challenge of managing an intergenerational
teaching workforce into the future. This paper focuses on one dimension of that
workforce and aims to provide suggestions for attracting and retaining younger
generations to the teaching profession by drawing on what we know about their ways
of working and their future career aspirations.
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